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❖ Research goal: to study how the police selection and socialisation
can be utilised to achieve inspectors, chief inspectors, and 
commissioners that have the desired competences, values and 
norms
❖ Research conducted in Belgium
❖ Professional profiles community oriented policing     
Research design PhD study (1)
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Research questions:
1. What are the professional profiles that are put forward in the selection of 
inspectors, chief inspectors, and commissioners?
2. Selection:
• How are candidates for the base, middle and officer level selected?
• What are the reasons for selecting or excluding candidates?
• How can the selecting in principle be implemented to select candidates that have the 
potential to comply with the competence model?
3. Socialisation: 
• To what extent are competences, attitudes, values, and norms internalised by police 
officers during the training period and the first year on the job in the base, middle and 
officer level? 
• Is there a difference regarding the socialisation process between the three levels and if 
so, how can that difference be interpreted?
• What is the influence of individual and organisational characteristics on the socialisation 
process?
• How can the socialisation process be utilised to stimulate the development of recruits 
on the three levels, so they comply with the respective competence model that is put 
forward in the selection?
Research design PhD study (2)
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Why selection and socialisation?
❖ Two essential and consecutive phases 
❖ Low success rates in the selection procedure (more or less 10% - Federale
politie, 2018).
❖ Extremely high success rates at the police schools (pass marks are as high 
as 98 % - De Kimpe, 2014).
❖ Research has pointed out the socialisation process seems to impact more 
upon the further development of police officers than the academy training 
(Chaim & De Kimpe, 2012; Van Maanen, 1975)
❖ Police socialisation phases from Van Maanen 1975:
Research design PhD study (3)
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Managing information ❖ Process information ❖ Analyse information ❖ Integrate information
Managing tasks ❖ Structure work ❖ Solution-oriented ❖ Decisionmaking




















Values ❖ Engagement and 
motivation
❖ Moral compass and 
integrity
❖ Absence of 
extremism
❖ Absence of 
psychopathology
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Personality interviews Selection interviews
Timing August 2020 August 2020
Candidates 3 for specialised chief inspectors
2 for inspectors
5 for public security agent
15 for inspectors
Assessor(s) 1 psychologist from the selection
service
1 psychologist from the selection
service
1 member of the Federal Police
1 member of the Local Police
Location Selection Service Federal Police Police Schools
Duration +/- 1h +/- 1h30
Preliminary findings observations (1)
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Similarities Differences
Focus: 
• Education, hobby’s, work experience
• Engagement and motivation
(knowledge of the organisation, 
preferred function and training, view 
on the negatieve aspects of the job)
• Client oriented examples
• Coping with difficult situations
• Integrity (contact with police, drug use, 
alcohol use)
Personality interviews:
• Questions about psychopathology
↕
Selection interviews: 
• Only questions about psychopathology
when something came forward in the
personality interview
• Knowledge of current affairs that
impact the police
Preliminary findings observations (2)
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❖ Focus on examples from candidates
❖ Selection interview seems like an oral exam
❖ Selection interview can be quite challenging
❖ Motivation can be all decisive for some assessors
❖ Honesty yay or nay? 
Reflections observations
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Too early for general conslusions
Current challenges:
❖ Connection selection and socialisation, can it be made?
❖ How can we motivate police officers to participate?
❖ How can we prevent or respond to a possible negative impact due
to COVID19? 
Conclusion
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